Abstract. Based on a questionnaire survey of 236 grass-roots civil servants in the Pearl River Delta region, the relationship between organizational support perception and grassroots civil servants' courage to shoulder responsibilities has been analyzed. The influence of organizational support perception's four dimensions on courage to take responsibilities has tendencies going from strong to weak, which are followed by employee value identification, work assistance support, superior support and employee benefits support.
Introduction
Based on the survey of some government units in the Pearl River Delta region，this paper discusses the relationship between organizational support perception and courage to shoulder responsibilities, in order to discover and construct the organizational environment and individual growth laws for grassroots civil servants to take up responsibilities actively. With the points of Griffin [1] , Neal, Long Jiangyan, Parker and Collins [2] absorbed, the Courage to Shoulder Resposibilities is divided into three dimensions in this paper: proactive work behavior, individual-organization matching behavior and proactive strategic behavior. From the perspective of the basic elements proposed by Jing Huaibin, organizational support perception consists of four dimensions: work assistance support, superior support, employee benefits support and employee value identification. Eisenberger, Xiao Mingzheng and other scholars believed that proactive behavior is closely related to enviroment and situation [3] .So, it's believed that organizational support perception has a certain connection with courage to shoulder responsibilities. We advanced Hypothese1 that organizational support perception has significantly positive effect on grass roots civil servants' courage to shoulder responsibilities, which includes 12 sub-hypotheses (Table 1) . For example, H1a: work assistance support has significantly positive effect on proactive work behavior; H1j: superior support has significantly positive effect on proactive strategic behavior, and so on. 
Sampling Design and Scale Construction
Based on literature review and semi-structured interviews, we designed a questionnaire on the status of grassroots civil servants' courage to shoulder responsibilities and organizational support perception in the Pearl River Delta region. This questionnaire includes 3 parts: courage to shoulder responsibilities scale, organizational support perception scale and basic information. We took this survey into two stages. Firstly, some government units were designated to fill in the questionnaires, such as Huizhou Urban Management Office, Daya Bay Organization Department, Guangzhou Municipal Public Security Bureau. On the second stage, questionnaires' samples mainly are MPAs of our school who are all civil servants from diverse grass roots governments covering publicity and education system, politics and law system, agriculture and forestry system and so on. In general, a total of 271 questionnaires were issued and 260 were actually recovered, of which 236 were valid, and the effective recovery rate was 87.1%. According to the results of factor analysi sin the scale of courage to shoulder responsibilities，the KNO value was 0.819, and the Bartley spherical test chi square value was significant, P < 0.001, which was suitable for factor analysis. Principal component analysis was used to select the characteristic value greater than 1, and the maximum variance method was used to rotate. Finally, 3 factors were extracted, and the cumulative contribution rate of variance was 73.473%.We extracted3 sets of common factors from the component matrix of the rotating shaft, which were named "proactive work behavior", "individual-organization matching" and "proactive strategic behavior". Similarly in the scale of organizational support perception, the KNO value was 0.943, P <0.001, it was suitable for factor analysis. We can extract 4 sets of common factors from the component matrix of the rotating shaft, which were "work assistance support", "superior support", "employee benefits support" and "employee value identification." The reliability of these two scales was higher than 0.725 in both the overall and the sub dimensions, so the scale had good stability Note: *** denotes P < 0.001,** denotes P < 0.01, * denotes P < 0.05
Correlation Analysis of Research Variables
According to the theoretical hypothesis model, the relationship between organizational support perception and courage to take responsibilities should be a significant and specific correlation. Each variable's mean value, standard deviation and correlation coefficient are shown in Table 2 . And there is a significant positive correlation between variables(p ＜ 0.01). In a word, the four dimensions of organizational support perception are highly correlated to the three dimensions of courage to take responsibilities, which means the stronger organizational support perception is, the more courage to take responsibilities the grassroots civil servants in Pearl River Delta region will have.
Regression Analysis
Model 1 in Table 3indicates that among 3 controlled variables, "gender" and "length of current position" are negatively related to proactive work behavior, except for "length of service in unit". But the whole variance of model explained by 3 controlled variables is only 0.006, which shows weak predictive power. In model 2, work assistance support, superior support, employee benefits support, employee value identification are positively correlated with proactive work behavior, with a coefficient of 0.334 (P<0.05), which proves that these 4 dimensions have stronger predictive power. We can conclude that the stronger organizational support perception is, the more proactive work behaviors the grassroots civil servants in Pearl River Delta region are willing to have. So the hypotheses, H1a, H1b, H1c and H1d, are true. Note: *** denotes P < 0.001,** denotes P < 0.01, * denotes P < 0.05 Note: *** denotes P < 0.001,** denotes P < 0.01, * denotes P < 0.05
Model 1 in Table 4indicates that among 3 controlled variables, except for "length of service in unit", "gender" and "length of current position" are negatively related to proactive work behavior. But the whole variance of model explained by 3 controlled variables is only 0.014, showing weak predictive power. In model 2, work assistance support, superior support, employee benefits support, employee value identification are positively correlated with individual-organization matching, with a coefficient of 0.377. So these 4 dimensions have stronger predictive power on individual-organization matching. We can conclude that the stronger organizational support perception is, the more individual-organization matching the grassroots civil servants in Pearl River Delta region are willing to behave. So the hypotheses, H1e, H1f, H1g and H1h, are true. Note: *** denotes P < 0.001,** denotes P < 0.01, * denotes P < 0.05
Model 1 in Table 5shows that among 3 controlled variables, "gender" and "length of current position" are negatively related to proactive work behavior, except for "length of service in unit". But the whole variance of model explained by 3 controlled variables is only 0.001, having weak predictive power. In model 2, work assistance support, superior support, employee benefits support, employee value identification are positively correlated with proactive strategic behavior, whose 35.3% variance is explained. We can conclude that the stronger organizational support perception is, the more proactive strategic behaviors the grassroots civil servants in Pearl River Delta region are willing to have. So the hypotheses, H1i, H1j, H1k and H1l, are true. Note: *** denotes P < 0.001,** denotes P < 0.01, * denotes P < 0.05
Model 1 in Table 6shows that among 3 controlled variables, "gender" and "length of current position" are negatively related to proactive work behavior, except for "length of service in unit". But the whole variance of model explained by 3 controlled variables is only 0.007, having weak predictive power. In model 2, work assistance support, superior support, employee benefits support, employee value identification are positively correlated with courage to shoulder responsibilities, with a coefficient of 0.521, which explains 52.1% variance. We can conclude that the stronger organizational support perception is, the more courage to shoulder responsibilities the grassroots civil servants in Pearl River Delta region are willing to take. To sum up, H1 is proved to be true.
Summary
This study concludes that organizational support perception has a significant positive impact on courage to shoulder responsibilities. Besides, our hypotheses that H1 and its sub-hypotheses are proved to be true. Specifically, the predictive power of controlled variables, such as gender, length of service in unit and length of current position, is weak. While the 4 dimensions of organizational support perception has stronger predictive power on courage to shoulder responsibilities. In this study, organizational support perception explains 37.7% variance of courage to shoulder responsibilities, with the explanatory variables of proactive work behavior, individual-organization matching and proactive strategic behavior are 33.4%, 37.7% and 35.3% respectively. In general, the influence of organizational support perception's 4 dimensions on courage to take responsibilities has tendencies going from strong to weak, which are followed by employee value identification, work assistance support, superior support and employee benefits support.
